The purpose of this paper is to examine human resource factors on implementation of performance management framework in Kenya and, specifically, at Moi Teaching and Referral Hospital (MTRH). The theory of planned behaviour and the Balanced Score Card Model were used to show how people are linked to the success of the organization. This study adopted an explanatory design that used an in depth investigation of an Institution in form of case study which was undertaken at MTRH Eldoret. The target population was all the staff of MTRH, who numbered 2,040, but a sample of each department was selected, totalling 510 respondents through simple random and stratified sampling techniques out of which 505(99%) subjects responded. The study utilized questionnaires for data collection. Data collected was analyzed using descriptive and inferential statistical tools. Specifically Manova analysis, Correlation analysis, Factor analysis and SEMPATH model, with the help of SPSS /Amos model programme, were used to validate and test the hypotheses. Results of hypothesis testing indicate that employee attitude and leadership style have a significant relationship with implementation of performance management. The first model showed that leadership style was found not to likely affect implementation with other variable at the standardized regression measured .01 and was not significant at p>.05. This was supported by a strong correlation between leadership and attitude at .85 as compared with .37 with implementation of performance management. A second model was therefore tested whereby leadership style were conceptualized to influence attitude and in retrospect attitude affect implementation of performance management. The standardized regression between attitude and performance management directly was .41. The study established that leadership style influence attitude which, in turn, determine employee relationship with the implementation of performance management framework. It was therefore recommended that, to effectively manage the implementation of performance framework, an organization should put in place: the right strategies which can position the organization well and allow all the concerned parties execute their duties to great heights.
Introduction
Performance management system is crucial to both employees and employers. It is important for the employers to be aware of employees' contribution to the organization goals and objectives (Mustafa, 2013) . Therefore by understanding and managing a good performance management system, it can be means of getting better outcome from the organization. Performance Management is concern for everyone not just managers in the organization (Armstrong & Baron, 2009 ). The introduction of human resource management is a strategic driver and plays an integrated role in performance management system (Edward, 2003) . Human resource factors are part of the strategy that contribute to organization performance.
To assess the Impact of Leadership Style on the Adoption of a Performance Management Framework.

Theoretical Approach of Performance Management
The European Foundation for Quality Management's (EFQM) model indicates that good HR leadership leads to customer satisfaction, people satisfaction and impact on society. Good leadership create HRM practices leading to excellence in business results. Organizations who adopt the EFQM model, such as ICL, the Post office and KLM-Dutch Royal Airline, accept the importance of performance measurement and work all the time to improve the usefulness of their measures, but they also recognize that simply measuring a problem does not improve the quality of work.
The 360 degree feedback has been defined by Ward as "the systemic collection and feedback of performance data on an individual or group derived from a number of the stakeholders on their performance" (Armstrong & Baron, 2009, p. 2) . It is also referred to as multi-source assessment or multi-rater feedback.
The Balanced Scorecard is a model that gives a balanced presentation of both financial and operational measures. The main concern is customer perspective, internal perspective, innovation and learning and financial perspective. The organizations' strategies are aligned to the individual strategies through the Balanced Scorecard's holistic approach to performance. Kaplan and Norton (1996) devised what they call the balanced scorecard: a set of measures that gives the top management a fast but comprehensive view of the business (Armstrong & Baron, 2009, p. 275) . The The balanced scorecard communicates a holistic model that links individual efforts and accomplishments to business unit objectives.
Leadership Theories
There are various theories associated with leadership style. These include trait theories, behavioural theories, contingency theories, leader-member exchange theory and decision theory. This study narrowed on contingency theories (Fiedler Model and Situational Leadership Theory).
The first comprehensive contingency model for leadership was developed by Fred Fiedler. The Fiedler contingency model proposes that effective group performance depends on the proper match between the leader`s style and the degree to which the situation gives control to the leader. A more recent conceptualization by Fiedler focuses on the role of stress as a form of situational unfavourableness and how a leader`s intelligence and experience influenced his or her reaction to stress Fielder and associates found that a leader`s intellectual abilities correlate positively with performance under low stress but negatively under high stress. And, conversely a leader`s experience correlates negatively with performance under low stress but positively under high stress. It is therefore the level of stress in the situation that determines whether an individual`s intelligence or experience will contribute to leadership performance (Robbins & Judge, 2008) .
Literature Review
Employee Attitude Concept
In a performance management, employee attitudes toward the system are strongly linked to satisfaction with the system. According to Boswell and Boudreau (2000) , perceptions of fairness of the system are an important aspect that contributes to its effectiveness. Understanding employee attitudes about the performance management in organizations is important as they can determine its effectiveness (McDawall & Fletcher, 2004) .
If the performance management is seen and believed to be biased, irrelevant or political, that may be a source of dissatisfaction with the system. Employee reaction to the performance management is a critical aspect of the acceptance and effectiveness of the system. Extreme dissatisfaction and perceptions of unfairness and inequality in the ratings may lead to the failure of the system (Murphy & Cleveland, 1995) . The criteria that must be met in order to make the system be perceived by ratees to be fair include having a formal system of appraisal, ratees must have a very high degree of job knowledge, the rates must have an opportunity to appeal against their performance ratings, the dimensions of performance must be relevant, and having action plans to deal with any weaknesses. The organizational climate must be cooperative rather than competitive (Murphy & Cleveland, 1995) . It's not only the ratees' attitudes towards the performance management that is critical. Even the attitudes of the raters are also critical to the system (Brown et al., 2010) . The attitudes and approach the raters to the process have been shown to influence the quality of the appraisals. Some raters have indicated that they are reluctant to conduct the appraisals saying that they hated conducting appraisals, 'second only to firing employees'.
Recent literature reviews have confirmed that most research studies report a significant association between human resources management and performance (Boselie Dietz & Boon, 2005; Combs et al., 2004; Wright et al., 2005) . However, a research carried out by Guest, D. E and Conway, (2009) titled 'Human Resource Management, Employee Attitudes, and Workplace Performance', suggested that there is an association between an aggregated measure of HRM and work performance but they fail to show any mediating effects of employee attitude for which the current study would wish to fill the gap. In this study, the impact of employees' attitude on the implementation of a performance management framework was examined.
HO 1 : Employee Attitude has no significant influence on implementation of a Performance Management Framework.
Leadership Styles
The role of leadership has also been found to be relevant in employee willingness to voice ideas aimed at improving the organization and the way in which it functions (Detert & Burris, 2007) . Examples of leadership style which are current are transformational and transactional leadership. Recent research on leadership as carried out by Vaccaro et al. (2010) titled 'Management Innovation and Leadership', concluded that transformational leadership is conducive to pursuing management innovative and transactional leadership do contribute to lowering potential barriers associated with management innovative. Transformational leadership is aimed at the followers' identification with its purpose and common goals. It stimulates employees to attain to organizational goals by appealing to high-level needs for self-actualization (Bass, 1985; Burns, 1978; Lindebaum & Cartwright, 2010) . Transformational leadership consists of four dimensions: (1) idealized influence; (2) inspirational motivation; (3) intellectual stimulation; and (4) individual consideration (Avolio et al., 1999) . Idealized influence represents the degree to which leaders are admired, respected, and trusted. This dimension includes charismatic behaviour that causes followers to identify with the leader and fosters a sense of intrinsic motivation to achieve goals. Inspirational motivation provides meaning and challenge to their followers, fostering team spirit and encouraging them to envision attractive future states. Intellectual stimulation prompts followers to question assumptions and be creative. Transformational leaders ensure that creativity and innovation is part of the problem solving processes. Individualized consideration includes the extent to which followers' potential is developed by attending to their individual needs, as well as creating learning opportunities and a supportive environment for growth (Bass et al., 2003) .
Transactional leadership consists of two dimensions: contingent reward and active management by exception (Den Hartog et al., 1997) . Contingent reward entails the clarification and specification of what is expected of organizational members and the assessment of goals and subsequent reward for its accomplishment. Through contingent reward, leaders build commitment to the fulfilment of 'contracts' with followers (Avolio et al., 1999; Bass & Avolio, 1993) . While the establishment of such contracts has been argued to hamper creativity and result in less initiatives to address new ways of facing work (Amabile, 1996 (Amabile, , 1998 , we maintain that the impact of contingent reward on management innovation can be positive (Elenkov & Manev, 2005) . This may be the case through, for instance, an increased sense of fairness and justice in the workplace in which unmet standards and objectives do not go unnoticed, while success is dutifully rewarded (Podsakoff et al., 2006; Walumbwa et al., 2008) . Furthermore, active management by exception, on the other hand, involves the leader's active involvement and intervention to monitor and rectify any divergence from an agreed standard in the follower's work. Such involvement underscores the way in which change agents, i.e. leaders, can drive the process of management innovation within the organization. Business and Management Vol. 11, No. 9; 2016 carried out alongside the Bartle test of sphericity, which measures the same thing as KMO in a different way. Kline (2005) recommends a sample size of more than 100, a view supported by Heir et al. (2006. Product-moment correlation coefficient (Pearson's correlation coefficient) was used to establish the degree of relationships between dependent and independent variables and as a precursor to Structural Equation Modelling.
Structural Equation Modelling and Path Analysis
SEMPATH is a family of multivariate statistical analytic tool that seeks to explain the relationship among multiple variables (Cooper & Schindler, 2001; Heir et al., 2006; Kline, 2005) . The hypotheses under study were fourfold: employee attitude has no significant influence on implementation of performance management and leadership style has no significant relationship with effective implementation of performance management. Each of these objectives was analysed using structural equation modelling (SEM), which was undertaken using the Amos Statistical Program (version 18).
Structural equation modelling was chosen in preference to the traditional regression procedure for the following reasons. In order to accomplish the objectives of SEMPATH analysis, three fundamental steps were followed. There is a wide disagreement among researchers on just what fit statistics to report and their level of significance. The regression weight, also called a path coefficient (P), coefficient or a beta weight, is similar to a b or beta coefficient in ordinary linear regression and is similarly calculated. The R square measures how much variability in the dependent variable the predictors account for. The Root Means Square Residue (RMSR) and Root Mean Square Error of Approximation (RMSEA) were recently developed to replace χ 2 statistic GOF index which has been criticized for being an unstable measure (Heir et al., 2006) .
Analysis and Findings
In this section, the study presents the results from interpreted and analyzed data which include Descriptive analysis on questions answering the implementation of performance management, employee attitude and leadership style. Factor analysis and reliability analysis results on dependent and independent variables were presented and Tests on research hypotheses
Sample Characteristics
Gender distribution shows that there were more female respondents (n-267, 52.9%) as there were male (n=238, 47.1%). The current age of the respondents ranged from 20 to 50 years with a majority of them aged mid to late thirties. The cadre of staff showed that majority fall under middle level followed by lower level and then senior level. Most of the staff are holders of either college certificate or university graduate which in total make 83.2% of the respondent. Majority of the staff have worked between one year to 10 years as shown the various categories of the respondent's biographical information were related with each other
Implementation of Performance Management
Findings indicated that implementation of performance management was above average as shown from table 1 with all practices of performance management indicting a high score which was above average. Table 1 shows the descriptive statistics for the variables assessing implementation of performance management. 
Descriptive Results on Employee Attitude
Vroom shows the balance between force, expectancy and valence. It is further noted that mental model or the ijbm.ccsenet.org
International Journal of Business and Management Vol. 11, No. 9; 2016 unseen (attitude) in someone can move the world. Table 2 shows the descriptive statistics for the variables conceptualized to measure employee attitude. A majority of respondents stated that they were familiar with the mission statement, followed by the view that they know job requirements, and agree with the mission statement. However, sizeable proportions of the respondents disagreed or have no opinion with the notions that there was an open and comfortable work environment, training is provided and management recognized and used the skills and abilities of their workers. 
Descriptive Results on Leadership Style
Leadership is about influence on people you work with in a positive way. Strategy has close association with leadership and setting strategy is one of the responsibilities of leaders. Thus performance management being one of the strategies to be executed in the public sector then leadership style being employed is paramount.
Respondents were divided as to whether promotion is fair or whether yearly increments are pegged on performance outcomes. However, most respondents agreed that they work with colleagues as a team, followed by working in a conducive environment and setting with superiors' yearly goals. However, a substantial proportion of the respondents are likely to disagree that turnover rate in the organisation is low. Table 3 shows the descriptive statistics for the variables measuring leadership style. 
Factor Analysis on Implementation of Performance Management
As discussed on section 4, the 15 underlying variables on implementation of performance management had a determinant measure of 0.000004 (and not zero), suggesting that multicollinearity might not have been a problem. The Kaiser-Meyer-Olkin (KMO) measure of sampling adequacy (also called the Factorability of R) was 0.944: above the 0.5 threshold (Field, 2005) . This indicated that there appeared to be some underlying (latent) structure among the sub variables that constituted the performance management. This conclusion was buttressed by the significant finding of the Bartlett's Test of Sphericity (χ 2 = 5874.86, df= 91, p< 0.001), which measures the same thing in a different way and this was significant at .001. All the 15 variables were initially included in the FA. Principal components analysis was used because the primary purpose was to identify and ijbm.ccsenet.org International Journal of Business and Management Vol. 11, No. 9; 2016 compute composite scores for the factors (components) underlying implementation of performance management. Initially, three components were extracted, with the initial Eigen values showing that the first component explained 59% of the variance, the second component 9.2% and a third component 6.8% of the variance. However, study of the pattern matrix table showed that the variable 'paid bonus' showed standardized loading larger than 1 on its component, which suggested that it might have been unspecified. Thus, it was removed from the analysis. All the items had primary loadings (bivariate correlations between observed variables and the components) over 0.7 and no item had a cross loading. All the variables loading on component 1 appeared to deal with goals of performance management and was labelled as 'goal setting'. The two variables loading on the second component captured the aspect of time in performance management and it was named as 'timeliness'. The composite alpha and the one for goal setting were above the benchmark of 0.7, which showed high reliability for the items measuring the underlying constructs. However, the alpha for timeliness although high was less than .7, which suggested that more items measuring this construct could have been included in the study. 
Factor Analysis on Employee Attitude
Responses to the 11 items measuring employee attitude were subjected to a principal component analysis using ones as prior communality estimates. Initially, the factorability of the 11 items was examined using several criteria. The determinant was .00000518, suggesting that multicollinearity might not have been a problem among the manifest variables. The KMO was 0.952 while the Bartlett's Test of Sphericity was significant (χ 2 = 6079.7, df= 56, p< 0.001), indicating that there appeared to be some underlying (latent) structure among the sub variables. The minimum bivariate correlation between any two variables was 0.655 while the highest was 0.728, suggesting some structure among the variables and no singularity in the data. The diagonals of the anti-image correlation matrix were all above the benchmark of 0.5, which supported the inclusion of each variable in the factor analysis. Lastly, the communalities were all above 0.3 (Table 5 ), which further confirmed that each variable shared some common variance with other variables. Principal components analysis extracted one factor with Eigen values accounting for 71.02% of the variance (Table 5 ). The one factor solution was accepted because the explained variance was very high (71%), it made a lot of theoretical logic, all the variables highly loaded only on it, and an examination of the scree plot showed the 'levelling off' of Eigen values after one factor. ijbm.ccsenet.org International Journal of Business and Management Vol. 11, No. 9; 2016 Since only one component was extracted, the solution could not be rotated, as it was needless. The table below shows the factor loadings and the communalities of the variables. 
Factor Analysis on Leadership Style
A principal component analysis was conducted on responses to eight Likert scale questions measuring leadership style gathered from 505 participants in the study. The determinant of 0.001 suggested that multicollinearity might not have been a problem among the manifest variables. The KMO was 0.893 while the Bartlett's Test of Sphericity was significant (χ 2 = 3742.8, df = 28, p<0.001), which indicated that the correlation matrix of the original variables was not an identity matrix and, thus, suggesting that a factor model was appropriate. The communalities were all above 0.6 (Table 6 ) while the diagonals of the anti-image correlation matrix were all above 0.5, which indicated some underlying (latent) structure among the observed variables. Finally, bivariate correlations among the 15 variables were all at least 0.3 which indicated some latent construct and none were above 0.9, which indicated no singularity in the data. Principal components analysis extracted one factor with Eigen values accounting for 71.5% of the variance (Table 6 ). The one factor solution was accepted because they explained variance was very high (72%), it made a lot of theoretical logic, all the variables highly loaded only on it, and an examination of the scree plot showed the 'levelling off' of Eigen values after one factor. Table 6 shows the factor loadings and the communalities of the variables. The model chi-square, also called discrepancy function, likelihood ratio chi-square, chi-square fit index, or chi-square goodness of fit was significant, P (CMIN) = 6.08, df = 1, p = .014, suggesting that the model's covariance structure may not have been similar to the observed covariance matrix. However, considering the other goodness of fit indexes, this was discounted because the chi-square tends to be too conservative, that is, prone to Type II error.
The RMSEA (root mean square error of approximation) evaluates the extent to which a model fails to fit the data per degree of freedom. RMSEA for this model was 0.1 and its confidence interval was LO90 = 0.036 and HI90 = 0.183. Thus, the population RMSEA value was likely to range between the two intervals. The model likely fitted the data well as indicated by PCLOSE (Test of Close Fit) of 0.09. PCLOSE is the p value testing the null hypothesis that RMSEA is no greater than 0.05. Since the models p value was not significant (0.09 is > 0.05), the null hypothesis that RMSEA was less than 0.05 was accepted, indicating good fit. Baseline comparison measures compare the fit of a model to the independence model (the one that assumes all relationships among measured variables are zero). These measures include normed fit index (NFI), also called the Bentler-Bennett normed fit index, the Tucker-Lewis index (TLI) and the comparative fit index (CFI). Most of these measures range from 0 to 1. These measures should be above 0.90 to indicate good model fit. In the model, NFI, TLI and CFI were 0.990, 0.975 and 0.992, respectively, indicating that the model fitted the data well.
The table below shows the unstandardized regression weights also called structural (path) coefficients, their standard errors (SE), critical ratios (C.R), and their p values. GOALSTG <---PERFMGM 1.000
TMLINES <---PERFMGM 0.236 0.038 6.230 *** par_1
The regression weight, also called a path coefficient, p coefficient or a beta weight, is similar to a b or beta coefficient in ordinary linear regression and is similarly calculated. It also estimates the strength of the relationship between a predictor and a criterion variable by predicting the amount of change in the dependent variable for each one unit change in the independent variable. The table shows that both the regression coefficients for the model are significantly different from zero beyond the 0.01 level, as indicated by the column labelled p. A positive coefficient means that the predicted value of the dependent variable increases when the value of the independent variable increases. The path that is critical in testing the first null hypothesis (employee attitude has no significant influence on implementation of performance management frameworks) is the one that runs from ATTITD (Attitude) to PERFMGM (performance management). Since its path coefficient is significant and positive it means that an improvement in employee attitude likely increases implementation of performance management, as measured by goal setting and timeliness. Thus, the null hypothesis that employee attitude has no influence on implementation of performance management was rejected and the alternative hypothesis that it has was accepted. The path coefficient in the model from ATTITD to PERFMGM is 0.733, which is a sample estimate of the population parameter. This indicates that when attitude increases by one unit on its scale, implementation of performance management likely improves by about 73%. The critical ratios are simply the path coefficients divided by their corresponding standard errors. For example, 0.733/0.023 = 32. A critical ratio is therefore a t value that is used to test the null hypothesis that path coefficient is not significantly different from zero. At 95% confidence interval, a critical ratio that is greater than 1.96 means that the path coefficient is significantly different from zero. However, since AMOS outputs the p values also, the CRs are simply redundant.
The standardized regression weights (which are shown in the path diagram) are measured in standard deviation units and are therefore not dependent on the units of measurement of the variables. The path coefficient from LDRSHP (leadership) to PERFMGM (implementation of performance management was significant beyond the 0.01 level and is positive. It is also a sample estimate of the population coefficient. Thus, there is likely to be a relationship between leadership and implementation of performance management. Since the relationship is positive, it means that when leadership improves, implementation of performance management also increases and vice versa. The coefficient for leadership is .677, which means that when leadership increases by one unit on its scale, implementation of performance management increases by about 68%.
Thus, the null hypothesis of no relationship between leadership and implementation of performance management was rejected. The standardized regression weight for LDRSHP to PERFMGM was 0.85. This showed that the relationship between the variables was strong. R square for performance management in the model was 0.72. Thus, leadership could explain 72% of the variation in implementation of performance management. The remaining unexplained variation in performance management could partly be attributed to other factors not specified in the model and partly to the error term (labelled e3) in the model. The results supports the notion that the role of leadership has been found to be relevant in employee willingness to voice ideas aimed at improving the organization and the way it function (Deternt & Birris, 2007) . Focus on this study will be on transformational and transactional leadership. Drawing on the wok of Burns (1978) and Bass (1985) on leadership behaviours, transformational and transactional leadership have featured in various studies in order to capture the extent to which leaders engage their subordinates by instilling in them the organization goals, or clarifying the rewards that will follow from the attainment of such goals (Rubin et al., 2005; Yammarino et al., 1997 Yammarino et al., , 1998 . Transformation leadership is aimed at the followers' identification with its purpose and common goals. It stimulates employees to attain to organizational goals by appealing to high-level needs for self-actualization (Bass, 1985; Burns, 1978; Lindebaum & Cart Wright, 2010) . The role of transactional leaders has also been argued to be closely related to reinforcement and refinement of institutional learning (Vera & Crossen, 2004) , which suggests that this type of leadership behaviour may be condusive to the pursuit of management innovation as it may contribute to reducing organizational complexity (Daman Pour, 1996) and ambiguity through setting clear goals and rewards that underpin underlying changes in processes, practices or structures. The current study contribute to new insights regarding influence of leadership on goal setting (implementation of performance management). Leaders are important internal actors within the organization and the kind of internal change agents (Birkinshaw et al., 2008) who impact the implementation of new practices, processes and structure. Public institutions therefore, must analyze the attributes of the leaders in various arms of the government if implementation of performance management framework is to succeed and this is the gap this study strives to fill.
Conclusion and Recommendations
This study opted for the conceptualization of two models to help concretize its findings and using these, help draw conclusions from its findings. From model one, as shown in Figure 4 , the study concludes the following: Employee attitude, strategy employed, leadership style and communication are positively related to implementation of performance framework. Although leadership was found to significantly influence performance management when combined with other variable this influence was not significant.
On the other hand, from model two, the study draws the following conclusions: Organization strategy influences Employee attitude. Leadership style influences Employee attitude. Communication does to a large extent influence Employee attitude. As a consequence the three variables collectively impact on attitudes which resultantly affect performance management. In expanding the variables, it can be concluded that leadership style, communication cascading and self assessment do influence employee attitude which in retrospect affect goal setting and post results.
If appropriate leadership is in place, then good strategies will be put forward and communicated to all concerned ijbm.ccsenet.org
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Secondly, the study clearly established that the more one is educated, the trickier it is to change the attitude. The female employees were seen to have understood the study questionnaire and rated highly on various variables. The relationship reveal the reverse in that male were seen to be highly rated in various hypothesis. There is need to apply different strategies to the more learned and less learned individuals while executing strategies. The lowly educated may not change jobs or employer but their understanding of new changes will be wanting.
Thirdly, this study established that there is need to include people when making changes as self assessment was strongly related to implementation of PM than 360 degree feedback. Essentially the study concluded that attitude can drain or boost the energy of an individual. The approach by the leader to the employee will dictate the results. Triggers of attitude are therefore to be executed in the right manner. Fourthly, whereas leadership has been observed by many researchers as the key driver to success of an organization, this study showed leadership as non-influential without employee attitude. Leadership then does not lead to great results without influencing employee attitude. Employee is an important asset to the organization as much as a leader as they was a strong correlation between leadership and altitude of 82%.
Recommendations
Implications and Recommendations for Managers and Organizations
Most research has addressed performance issues in relation to financial and personnel development and smart measures. This study unearthed the need to understand human resource factors such as employee attitude and leadership styles. Different approaches will be necessary to be applied to the different cadres of staff in terms of execution of strategies and leadership. The organizations and especially public corporation then have to choose their leaders well and ensure they have good leadership qualities.
Implication and Recommendation for Employees
Employees are the most important asset to any organization. The employees have to work on their attitudes in order to succeed in their career path. The choice to perform one duty solely depends on the individual. The learned females in this research showed that they understood what they were doing and chose to not be influenced by the leadership employed. The employee has no choice but to know that change is inevitable and if not adopted then one becomes like a dinosaur.
Recommendations for Further Research
From the gaps identified in the literature review, a number of possible research opportunities arose which when explored may shed more light on the impact of human resource factor on implementation of performance management framework especially in public sector. The literature review revealed that few empirical studies have been undertaken in African context yet employee behaviour may not be the same in developed and developing countries. This should be of concern to the African government and the academic body. Therefore, a comparative study on employee behaviour would be useful. There is need for a study on the different approaches when handling employees in respect to their academic qualification. Organization should be concerned with this because this is one channel of losing talents to competition.
